Midlevel administrators working at colleges and universities in the United States rated the degree to which they perceived their supervisor to exhibit synergistic supervisory behaviors. They also responded to questions regarding their core self-evaluation and commitment to their supervisors. The results suggest a significant positive correlation exists between synergistic supervision and core self-evaluation and between synergistic supervision and supervisor-related commitment. The impact of demographic characteristics on these variables was also examined.
Introduction
Experts [1] have called supervision the "linchpin of the staffing model" (p. 181) as it has a significant impact on an organization and is one of the more difficult activities to perform. Supervisory activities are said to require a considerable amount of time for most student affairs practitioners and are of great importance [2] . Although job performance is a critical area of focus within higher education institutions, there is a significant lack of research related to supervi-
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Research on Supervision
Supervision has a significant impact on employee retention and satisfaction [5] . Additionally, increased job performance means a positive impact on many employment-related issues [5] [6] [7] [8] such as employee turnover rates, customer satisfaction, and product development [9] [10] . Core self-evaluation and supervisor-related commitment are constructs that appear to positively impact job performance in supervisees [11] . Research shows supervisors have a significant impact on employee retention and job satisfaction [5] [7] [12] . Three researchers [13] collected data from a large service-oriented company to examine the effects of bosses on their workers' productivity. They found that good supervisors are significantly better than poor supervisors and stated that replacing a supervisor from the bottom 10% with one from the top 10% was like adding an additional staff member to a team. They also suggested that replacing a bad boss with a good one increased productivity of each subordinate by more than 10%. The increase was attributed to the supervisor teaching better work methods to the staff members being supervised.
In higher education, student affairs' greatest resource is human capital and a large portion of an institution's budget is personnel [1] [14] [15] . Effective supervision can impact staff turnover and increase retention. Supervision is a powerful way to enhance employee personal growth and professional development, and employees have a strong desire to receive quality supervision [16] . In 1998, two researchers [17] examined the nature and characteristics of people who have a significant impact on the professional development of student affairs practitioners. The study found that 55% of those surveyed identified a supervisor as a top personal influence in their career.
Midlevel Administrators in Student Affairs
Midlevel administrators make up the vast majority of administrative employees and according to researchers [18] , "have the greatest potential of any group of administrators to effect collaboration and change in an institution" (p. 4). Midlevel managers may hold various titles within student affairs. Midlevel administrators manage people, money, information, and programs and their work bridges that of the entry-level professional and the senior student affairs officer [19] . They are concerned with their own professional issues and challenges, while also attending to the professional development needs of those they supervise [16] [20] . Open Access Library Journal sion. Synergistic supervision emphasizes cooperation between supervisor and supervisee and encourages the impact of working together to exceed the simple combination of efforts [1] . Based on research, they believed this style of supervision had the greatest impact on student affairs work. Synergistic style of supervision has a dual focus on both the organization and the individual, the effort to achieve organizational goals and objectives while also supporting the staff member in achieving personal and professional goals [1] .
Four researchers [2] followed the previous work [1] and found that synergistic supervision was associated with discussions of exemplar performance, long-term career goals, inadequate performance, and personal attitudes as well as frequent informal performance appraisals. They [2] used those findings to create the Synergistic Supervision Scale (SSS). The SSS measures the extent to which a staff member perceives that their supervisor focuses on both the advancement of the institutional mission and goals and their personal and professional advancement as an individual staff member [2] . Twenty two behaviors constitute the scale.
Using a 5-point Likert-type scale, supervisees rate the frequency of identified behaviors in their current supervisory activities and relationship. The sums of the items are collected to reflect the overall level of perceived synergistic supervision received by the supervisee.
The authors [2] tested the SSS for internal consistency reliability by calculating a Cronbach's alpha co-efficient and an alpha co-efficient of 0.94 was found.
Correlations were found for the item totals ranging between 0.44 and 0.75. The authors found the Pearson product-moment correlation between the Index of Organizational Reaction [21] and Synergistic Supervision Scale was 0.91 (n = 275, p < 0.001) and between the Organizational Commitment Questionnaire [22] and Synergistic Supervision Scale was 0.64 (n = 275, p < 0.001) indicating the validity of their instrument. Since the creation of the Synergistic Supervision Scale, researchers within student affairs have continued to examine synergistic supervision [5] This study, taken from dissertation research [4] , furthers the literature in synergistic supervision and begins a discussion of its relationship to key performance indicators: core self-evaluation and supervisor-related commitment.
Core Self-Evaluation and the Core Self-Evaluation Scale
Core self-evaluation theory originated with [24] , who believed that fundamental appraisals, identified as core evaluations, affected the assessments of certain situations. Researchers [11] expanded on this notion arguing that core evaluations of self were the most fundamental evaluations that individuals hold and that these appraisals of self, impact all other beliefs and include the evaluations about their capabilities, competence, and self-worth. They identified four dispositional traits as part of the core evaluation of self: self-esteem, self-efficacy, emotional stability, and locus of control [11] .
Core self-evaluation has been linked to a variety of important outcomes such [25] . Core self-evaluation and its importance to supervision was not directly measured until researchers [26] developed the Core Self-Evaluation Scale (CSES). The creators of the CSES compared the data collected using their instrument to data collected using four separate instruments that measured each of the four core traits (self-esteem, self-efficacy, emotional stability, and locus of control). The authors also collected data on several outcome measures such as job satisfaction and performance. Strong internal consistencies, with alpha coefficients greater than 0.80 were reported, test-retest reliability of 0.81 demonstrated good stability, and convergent and discriminant validity was displayed in strong correlations with the four core traits [26] [27] . Additionally, the CSES showed empirical validity in correlating with job satisfaction and performance [26] .
The CSES uses a 5-point Likert-type scale to indicate the level of agreement or disagreement with each of the statements. The 12 statements address the composite personality traits of self-esteem, self-efficacy, locus of control, and emotional stability and the sum score of the items represents the overall value the individual has of themselves.
Supervisor-Related Commitment and the Supervisor-Related Commitment Scale
While the research results vary, there appears to be a large association between commitment and performance when individual bases of commitment were distinguished [28] . Specifically, factor analysis suggested that both identification and internalization commitment to a supervisor has been shown to be positively related to job performance (r = 0.16, p < 0.05) [28] [29] . In essence, one's connection to a supervisor often provides useful information regarding the employee's performance [28] . To examine employee commitment to a supervisor, four researchers [28] developed the Supervisor-Related Commitment Scale (SRCS). The instrument consists of nine statements that examine two separate dimensions: identification with a supervisor and internalization of similar values with that supervisor. Responses are obtained using a 7-point Likert-type scale. Validity and reliability of the SRCS instrument is supported by research [29] [30]. The coefficient alpha was .85 for supervisor-related commitment based on identification and .89 based on internalization [29] . In summary, there are a large number of midlevel administrators on college campuses around the country and a significant amount of time is spent supervising these individuals [31] . Both the supervisory relationship and midlevel professionals can have a significant impact on an organization. In recent years, several studies have examined synergistic supervision [2] [5] [8] [12] [23] and midlevel administrators [6] [7] in higher education. However, there is little to no research that examines the relationship between synergistic supervision and key performance indicators. This study examines the connection between synergistic supervision and the key performance indicators of core self-evaluation and su-Open Access Library Journal pervisor-related commitment within midlevel administrators who work in student affairs.
Research Questions
This study examined the relationship between synergistic supervision and job performance indicators (core self-evaluation and supervisor-related commitment) with midlevel administrators in student affairs. The following questions were examined: 
Methodology
Population and Sample Identification
The population was midlevel student affairs administrators who were members of Student Affairs Administrators in Higher Education (NASPA) [32] . The organization provided a list of 2510 individuals. The lead researcher reviewed the list to ensure potential participants were working for a college or university within the United States and were midlevel supervisors. A total of 194 names were removed from the list; leaving 2316 individuals to be contacted.
Instrumentation
Appropriate permissions were obtained from the respective authors to use the three instruments: Synergistic Supervision Scale (SSS) [2] ; Core Self-Evaluation Scale (CSES) [26] ; and Supervisor-Related Commitment Scale (SRCS) [28] . 
Data Collection
Prior to initiating the research, the authors addressed the ethical issues of participant confidentiality, informed consent processes and secured IRB approval.
The lead researcher then sent an e-mail to each of potential participants. The e-mail explained the study's purpose, described participation incentives ( 
Variables and Data Analysis
Synergistic supervision was most often used as the independent variable, with scores on the SSS being used to operationalize the variable in most research were calculated using the data collected during this study and needed to be positive and greater than .70 to ensure the reliability of the instrument [33] .
Results
Of the 2316 individuals contacted, 770 responded. Of those, 66 surveys were eliminated. Sixty-four surveys were incomplete and two participants were outliers related to gender. One person identified as transgender another identified as "other." These two surveys were not included in the analysis because a subgroup containing only one person is too small to have statistical significance.
The final count was 704 which means a response rate of 30.3%.
Demographics
The following demographic information was obtained: gender of participant;
gender of participant's supervisor; institutional type of employment, institutional size; functional area of responsibility; and number of years reporting to supervisor. A majority of the participants indicated they were female. A majority of the respondents (N = 405) reported to work for a female supervisor. See Table 1 . Participants indicated the type of institution where they were employed and a majority indicated a 4-year institution. See Table 2 . Institutional enrollment size was also a demographic item. The size of the institution and participant numbers are indicated in Table 3 . Participants indicated their geographic area of employment The largest group of participants identified their place of employment in the Mid-Atlantic States.
See Table 4 . Participants were asked about their area of responsibility. No single area accounted for more than 18% and 25% separate areas were identified, with 16 areas having representation from at least 10 participants. See Table 5 . The last demographic item was the number of years participants have reported to their supervisor. A small majority have reported to their supervisor less than 1.5 years. See Table 6 . Table 6 . Years participants have reported to supervisor-descriptive statistics (N = 704). Table 7 ). The alpha coefficient for the SSS was 0.936. Response options: 1 = never or almost never; 2 = seldom; 3 = sometimes; 4 = often; 5 = always or almost always. (R) = Reversed items-these items were changed before computations.
The mean for each behavior was examined and a score of 4 or above suggested that the behavior was perceived to be practiced at a meaningful rate. All 22 be- The respondents were sorted into four groups based on the gender make-up of the dyad and the mean scores were reviewed. Group 1-females to female (N = 273); Group 2-females to male (N = 201); Group 3-males to female (N = 132); and Group 4-males to males (N = 98). Mann-Whitney U tests comparing the scores on the SSS examined differences between genders and results indicated higher mean ranks for females but no statistical significance existed. Female supervisors received higher overall mean scores (84.75) on the SSS than male supervisors (83.91). Data also indicated that female administrators provided higher overall mean scores (85.04) for their supervisors than the male administrators provided (83.06) for their supervisors. Results also found that those relationships featuring a male reporting to another male had the lowest reported overall mean score on the SSS (82.15) and those relationships featuring a female reporting to another female had the highest overall mean score on the SSS (85.32).
Regarding the relationship between synergistic supervision and key performance indicators, participants responded to the CSES and the SRCS with the purpose to examine the relationship between synergistic supervision (independent variable) and core self-evaluation and supervisor-related commitment variables (both dependent variables).
Question 2: What is the relationship between the perceived level of synergistic supervision received by midlevel student affairs administrators and core self-evaluation? On the CSES, participants rated themselves regarding their composite personality traits of four core evaluations using a 5-point Likert-type scale (see Table 8 ). The alpha coefficient for the CSES was 0.830. Open Access Library Journal Response options: 1 = never or almost never; 2 = seldom; 3 = sometimes; 4 = often; 5 = always or almost always. (R) = Reversed items -these items were changed before computations.
Question 3: What is the relationship between the perceived level synergistic supervision received by midlevel student affairs administrators and supervisor-related commitment? Participants responded to nine statements on the SRCS regarding their direct supervisor using a 7-point Likert-type scale (see Table 9 ). The alpha coefficient was 0.889. Response options: 1 = strongly disagree; 2 = disagree; 3 = slightly disagree; 4 = neutral; 5 = slightly agree; 6 = agree; 7 = strongly disagree.
As the data for the scores on the inventories were negatively skewed; Spear- ports the idea that individuals who perceived their supervisor to practice synergistic supervision were also more likely to score higher on the core self-evaluation scale. The effect size is considered medium or typical [34] . Also, a statistically significant relationship existed between synergistic supervision and supervisor-related commitment. The analysis found a positive correlation (r = 0.632, p < 0.01) between the two variables. The effect size is considered large or larger than typical [34] . The coefficient of determination (r2 = 0.399) indicates that these variables share almost 40% of variance with each other. The results suggest that individuals who perceived their supervisor to practice synergistic supervision were also more likely to score higher on the supervisor-related commitment scale. See Table 10 and Table 11 . To address the sub questions under Question 2 and 3, the lead researcher used the groupings established for Question 1. Specifically for 2A and 2B, the Spearman Rho correlation coefficients of the mean scores on the SSS and CSES were used. A p value of <0.05 suggested a statistically significant relationship existed between the variables. Question 2A) To what extent is the length of the supervisory relationship associated with the relationship between perceived level of synergistic supervision received and core self-evaluation? Positive correlations between the perceived level of synergistic supervision received and core self-evaluation were indicated in all groups (see Table 12 ). Table 12 . Effect sizes (strength of the relationship) of the four timespan groups related to the correlation between synergistic supervision and core self-evaluation. To what extent is the gender make-up of the supervisory dyad associated with the relationship between perceived level of synergistic supervision received and core self-evaluation? The analysis indicated positive correlations between synergistic supervision and core self-evaluation in all groups (see Table 13 ). Table 13 . Effect sizes (strength of the relationship) of the four gender-based dyad groups related to the correlation between synergistic supervision and core self-evaluation. As before, the lead researcher used the groupings established for Question 1 to examine the Questions 3A and 3B. The Spearman Rho correlation coefficients of the mean scores on the SSS and SRCS were used. A p value of <0.05 suggested a statistically significant relationship existed between the variables.
3A) To what extent is the length of the supervisory relationship associated with the relationship between perceived level of synergistic supervision received and supervisor-related commitment? The analysis indicated large positive correlations between the perceived level of synergistic supervision received and supervisor-related commitment in all groups (see Table 14 ). Question 3B) To what extent is the gender make-up of the supervisory dyad associated with the relationship between perceived level of synergistic supervision received and supervisor-related commitment? The analysis indicated large positive correlations between the perceived level of synergistic supervision received and supervisor-related commitment (see Table 15 ). In addition, the study found that there was a statistically significant relationship between synergistic supervision and core self-evaluation. The length of the supervisory relationship was found to influence the relationship between synergistic supervision and core self-evaluation such that a relationship was strongest after the employee and supervisor had been together for at least 3.5 years. The gender make-up of the supervisory dyad was found to influence the relationship between synergistic supervision and core self-evaluation such that a relationship was stronger for male employees than female employees.
The study also found a statistically significant relationship between synergistic supervision and supervisor-related commitment. The length of the supervisory relationship was found to influence the relationship between synergistic supervision and supervisor-related commitment such that a relationship was strongest after the employee and supervisor had been together for at least 3.5 years. The gender make-up of the supervisory dyad was found to influence the relationship between synergistic supervision and supervisor-related commitment such that a relationship was stronger for male employees than female employees.
Discussion
Key Findings
There are some clear similarities between this study and the original study on the Synergistic Supervision Scale [2] regarding the perceived frequency of behaviors. The four most-frequently perceived behaviors in the original study were the top four most-frequently perceived behaviors in the current study. Likewise, three of the five least frequently perceived behaviors in the original study were among the bottom five in the current study. These similarities support the original work by Saunders and colleagues [2] and provide additional validity for the Synergistic Supervision Scale. The participants surveyed believe they receive supervision that is consistent with the behaviors associated with synergistic supervision. This finding confirms what the original study [2] and other studies [6] [7] [11] found to be true about the perceived levels of synergistic supervision behaviors received. In addition, the findings of this study support the results of another study [8] that found that synergistic supervision is not exclusive to one gender and the approach can be employed by both female and male supervisors and used with female and male supervisees. Some differences between genders were indicated Open Access Library Journal in the current study; female participants typically scored their supervisors higher on the SSS and female supervisors received higher overall mean scores on the SSS. The rationale for these outcomes might be based on that males are often identified as goal-oriented, competitive, and focused on outcomes, while females are often identified as team-oriented, nurturing, and focused on relationships. As synergistic supervision is focused on developing relationships, participants may have rated females as displaying the synergistic behaviors simply based on these stereotypical beliefs about gender. This perception may account for some of the difference in scores.
The findings of this study support earlier work [16] [35] regarding the length of the relationship and the developmental needs of midlevel professionals. It is clear from the findings in this study that midlevel administrators benefit from the synergistic approach, but it is unknown if they appreciate or desire such an approach. The findings of the current study might also support the beliefs of other researchers [1] who suggested that supervision is an essential management function that has a significant impact on an organization and the individuals in the organization.
Regarding synergistic supervision and indicators of performance, the results indicate a statistically significant relationship between the perceived level of synergistic supervision and core self-evaluation. The increase in core self-evaluation is important for supervision practices as it should lead to improved job satisfaction, employee engagement, and job performance. The results also support the notion that the longer the supervision relationship the stronger the relationship between the two variables to some extent as it revealed that the strongest correlation was for those supervisory dyads that had existed between 3.5 and 7.4 years. Those relationships over 7.5 years saw a small decline in the strength of the correlation. This decline could be due to the smaller N in this group.
Regarding gender, the results indicated that the largest relationship between synergistic supervision and core self-evaluation was for dyads consisting of two males and the smallest relationship was for those consisting of two females. The stronger relationships were found for those featuring at least one male employee, either as supervisor or supervisee. These findings support some prior research [36] [37] that suggested there are substantial differences between male and females within the supervisory environment. However, these findings disagree with the work of others [8] [38] that found little to no difference between gender groups in supervisory relationships. The differences between males and females could be attributed beliefs about self-confidence that exist for men and women.
As previously addressed, the increase in supervisor-related commitment is beneficial for employees as well as institutions as it should lead to longevity with the organization, improved attendance, and enhanced job performance [39] [ 40] . This finding of a positive relationship between the perceived level of synergistic supervision and supervisor-related commitment supports those in other research [8] regarding the correlation between organizational commitment and synergistic supervision. The current findings also support the outcomes in earli-Open Access Library Journal er research [7] regarding the role that supervisors can play in helping employees recognize the supportiveness of the organization. Similar to the findings of the relationship between synergistic supervision and core self-evaluation, the current study suggest that of length of the supervisory relationship impacts the correlation between synergistic supervision and supervisor-related commitment.
The results indicated the strong correlations between the variables for all for time-span groups, but the largest effect was for those supervisory dyads that had existed between 3.5 and 7.4 years. There was no evidence that the relationship between the variables grew with time.
Limitations and Delimitations
The Synergistic Supervision Scale measures perceptions not necessarily reality [2] and the perceptions may not be accurate. Ultimately, we cannot assume that high levels of synergistic supervision will lead to increased performance in all cases. Another limitation might be that those who had positive relationships with their supervisor were more likely to participate. A delimitation involves the demographic questions regarding gender. The participants should have been asked about gender identity for themselves and their supervisor. Another delimitation was the elimination of responses from two participants who identified as transgendered. A group this size was considered too small to produce meaningful results.
Recommendations for Future Research
The impact of synergistic supervision on staff members and the organization as a whole warrants further investigation. A qualitative approach to understanding the impact of synergistic supervision and what staff members expect and desire from their supervisors would add to the literature. A supervisor may demonstrate the synergistic supervision behaviors, but these behaviors may not be appreciated or desired by employee. It could have been beneficial to collect that information to be able to connect the desires of employees with the positive outcomes related to performance. In addition, a study could examine annual staff evaluations or appraisals and levels of perceived synergistic supervision received. Researchers could examine the connection between supervision received and supervision given. It would be interesting to investigate whether there is any consistency between what midlevel administrators receive and the supervision they provide [7] . In essence, do administrators who report receiving synergistic supervision provide synergistic supervision?
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